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Introduction

The U.S. Total Army Personnel
Command’s (PERSCOM’s) Acquisition
Management Branch (AMB) supports
the Army Acquisition Corps (AAC) and
Acquisition and Technology Workforce
(A&TWF) members, and is one organi-
zation that is key to the success of your
career.

AMB is responsible for developing
and sustaining qualified personnel to
execute acquisition programs at tacti-
cal, operational, and strategic levels,
consistent with Army requirements.
AMB achieves this through career man-
agement of Army acquisition officers
and civilian AAC members.

Development Model

AMB supports both the military
and civilian workforce via the Acquisi-
tion Career Development Plan (ACDP)
Development Model. The ACDP Devel-
opment Model (Figure 1) has three pro-
gressive levels that form the basic
career path that acquisition workforce
members follow in developing func-
tional and leadership competencies.
The first level, Functional Expertise,
allows an individual to gain expertise
in a single acquisition career field
(ACF) and to begin to meet AAC mem-
bership requirements. The second
level, Broadening Experience, allows an
individual to build cross-functional
and leadership competencies through
education, training, and experience.
The third level, Strategic Leadership, is
typically considered the critical acqui-
sition position (CAP) level and allows
an individual to apply acquired leader-
ship and functional competencies in
key leadership positions.

Civilian Career Development
The ACDP was developed to help
A&TWF members focus on the skills,
knowledge, and competencies needed
to be competitive. The plan is com-
posed of four processes: Structure/
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Position Management, the Develop-
ment Model, the Career Management
Model, and the Competency Model.
Civilians are responsible for under-
standing the requirements for becom-
ing and staying competitive at all levels
to achieve success. It is imperative that
civilians contact their acquisition
career managers (ACMs) to assist with
their career development.

Centralized Management

AMB has two groups of career
managers that perform the personnel
management responsibilities of the
branch. Military assignment officers
provide centralized management for
officers, including career counseling,
selection board preparation assis-
tance (military schools and pro-
motions), and slating for com-
mand and service school

Civilian ACMs located in AMB are
responsible for civilian AAC (GS-14 or
equivalent personnel demonstration
broadband level) members and mem-
bers of the Competitive Development
Group (CDG). In addition, the ACMs
provide centralized management for
the civilian workforce, including career
counseling, selection board prepara-
tion assistance, and slating for com-
mand and school selections. ACMs also
help place AAC members following key
developmental and program manager
(PM) assignments. ACMs are assigned
duties by region: Northeast region,
Central region, Southern region, West-
ern region, and the National Capital
Region (which includes areas outside
CONUS).
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Figure 1.
AMB organization in support of the Acquisition Career Development Plan

Development Model
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Figure 2.

Career Management Workshop, the
CDG Program, and the Acquisition
Education, Training and Experience
Board. As part of the execution arm of
the AAC, AMB balances the various
programs established by AAESA and
the ACMO to meet current and future
Army requirements.

Officer Assignments
Assignments are based on the
needs of the Army and an officer’s pro-

fessional development and personal
preferences. When planning a move,
contact your assignment officer 6-8
months prior to your scheduled rota-
tion date for tentative assignments and
options. Then, contact the assignment
officer again at 5 months for assign-
ment lock-in.

Generally, captain positions are
considered developmental. Captains
and recently promoted majors new to
the AAC will first serve in a develop-
mental position. After completing a
developmental assignment, they will
complete the Military Education Level
4 (MEL 4) requirement (Command and
General Staff College). When MEL 4 is
achieved, the officers will be assigned
to positions that normally require Level
Il certification, such as assistant PM or
program integrator. These assignments
are typically followed by a Department
of the Army (DA) staff position, an
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entry-level position in another career
field, or another developmental job in
an officer’s primary career field. Re-
member, because of the short timeline
and variety of experience an acquisi-
tion officer must have to be competi-
tive for selection by the PM/Acquisition
Command Board, the average time on
station for AAC captains and majors is
25 months. However, the average time
on station for lieutenant colonels is 34
months because they serve in CAPs
that are mandated by law at 36 months
(unless a waiver is obtained).

All GS-14 or equivalent personnel
demonstration broadband level and
lieutenant colonel and above positions
are CAPs and require AAC membership.

Civilian AAC Membership

There are four ways to become a
member of the AAC:

« Meet all the qualifications for
AAC membership and be selected for a
CAP (GS-14 or equivalent personnel
demonstration broadband level).

e Complete the CDG Program.
(CDGs do not have to be selected to a
CAP to be accessed into the AAC.)

« Be certified through another
process such as the U.S. Army Reserve;
i.e., military certifications transfer
when seeking civilian positions.

« Transfer certification to the Army
from another DOD component.

Staying Competitive

Because most captains in the zone
of consideration for major are still in
their first acquisition assignment, they
are promoted to major based on what
they have accomplished in their basic
branch rather than what they have
done in the AAC. Therefore, what gets a
captain promoted in the AAC is no dif-
ferent from the rest of the Army: a
strong file with successful company
command. Under the Officer Personnel
Management System for the 21st Cen-
tury (OPMS XXI), beginning at the
grade of lieutenant colonel, all year
groups (YGs) will compete for promo-
tion and schooling within their career
field. All AAC officers are operational
support career field upon accession
into the AAC.

Experience has demonstrated that
officers who are most competitive for
PM or acquisition command have
served in a variety of positions as a
major. For example, AAC officers with a
primary area of concentration (AOC) of
51A should serve in a PM office. How-
ever, to broaden their experience base,
they should also serve in combat devel-
opment positions at the Army Training
and Doctrine Command or testing
positions at the Army Test and Evalua-
tion Command. Similar broad-based
experience is necessary for officers
assigned in AOC 51R or AOC 51C. DA
Pamphlet 600-3, Chapter 47 states:
“During the developmental years, offi-
cers should work toward Corps certifi-
cation and level qualification in at least
two AOCs.”

IDPs

The individual development plan
(IDP) is a 5-year plan that is critical for
identifying and tracking an acquisition
professional’s career objectives in the
areas of experience, education, and
training. All military and civilian mem-
bers of the A&TWF are required to
complete an IDP regardless of grade,
broadband equivalent, or military rank.
The IDP must be updated annually
during performance evaluation
reviews.

Certification

Certification is important to both
military and civilian members of the
A&TWF because the Defense Acquisi-
tion Workforce Improvement Act
requires that standards be associated

July-August 2001



= MACOM Role for the PEOs

PEOs
= Force Structure forall AAC
Example:
- Create/Control Spaces

= Resource “Flow Through™ for the

HLAC O Major Somey Commard

PED: Pogrm Ereortire Cfice

ETRing Caratig

T ACH: Drire chor, Aoquisition Career Tfmagemers
T AL: Toint Tnty dotboriztion List

PCE: Permaruert Charge of Station,

EQ: Ermd (ualification

Key Acquisition Relationships

- Cotnmand Select Position List

* Execution Armn
* Individual Career Managerment
* Workforce Omubug
Example:
- PC3 and Positions
- Balancing Individual and Army Meeds

= Policy
= Proponency
= Career Development Plan
Example:
- D& Pamnphlet 600-3
- BO) Concept
- Certification

with all acquisition positions. Gener-
ally, each career field requires 12
months of experience for Level I, 24
months for Level 1l, and 48 months for
Level IlI certification. Requirements
and procedures for certification are
located online at http://www.dacm.
rdaisa.army.mil (Click on Policy/
Procedures, Certification, then
Certification Procedures.)

Additional Information

Your Official Military Personnel
File, which includes officer evaluation
reports, school transcripts, and com-
mendatory and disciplinary data, is
maintained by AMB, not your basic
branch. Bear in mind though, that AAC
officers should continue to wear their
basic branch insignia on all military
uniforms. This is especially important
when having your photo taken, which
should be done every 3 years. Also, list
your basic branch, not AAC, in the
administrative data on your photo.

Keep your fiche, officer record brief
(ORB), acquisition career record brief,
and personnel file current. If you
receive an award and the award certifi-
cate is not on your fiche, send AMB the
certificate and inform us which num-
ber award it is. This will ensure a match
with your ORB (the award recom-
mendation, DA Form 638-1, is not
required). In addition, ensure that the
orders number is printed on the left-
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Figure 3.

hand corner of your certificate. Verify
your fiche to ensure that it reflects what
is on your ORB.

Keep your career manager or
assignment officer informed of your
current home address, e-mail address,
and work and home phone numbers.
Occasionally, they are unable to contact
individuals when the need arises. If a
great opportunity becomes available
and we are unable to reach you, we
must go to the next individual on our
list. The bottom line: we need current
contact information! This is especially
important when you PCS to a new
assignment or location.

Finally, please don’t hesitate to visit
AMB. However, we do suggest that you
call ahead to schedule an appointment
with your career manager or assign-
ment officer. Directions to AMB are
on the PERSCOM Web site at
http://www.perscom.army.mil. We are
located in Room 7S33 in Hoffman
Building II.

Conclusion

PERSCOM’s AMB stands ready to
support AAC and A&TWF members as
the execution arm of Acquisition Corps
directives and policies. Many programs
are available to assist you in planning
your career, to include position assign-
ments and education. We encourage
you to contact your appropriate career
manager so that we may work together

for suitable solutions to your career
expectations.

MAJ L. NEIL THURGOOD is a
Majors Assignment Officer in
PERSCOM’s AMB. He has a bache-
lor’s degree in business adminis-
tration from the University of Utah
and a master’s degree in systems
acquisition management from the
Naval Postgraduate School.

MAJ JEFF GABBERT is a
Majors Assignment Officer in
PERSCOM’s AMB. He has a bache-
lor's degree in business manage-
ment from New Mexico State Uni-
versity and a master’s degree in
acquisition management from the
Florida Institute of Technology.

CHANDRA EVANS-MITCHELL
is an Acquisition Career Manager
in PERSCOM'’s AMB. She has a
bachelor’s degree in business
administration from Virginia
Commonwealth University and is
pursuing a master’s in business
management from Webster
University.

Army AL&T 7



